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S P EC I A L CO N T R I B U T I O N
Antiracism Glossary for Education 
and Life
This Antiracism Glossary for Education and Life was designed for a variety of readers. It may be useful for those working in the class-
room, administrative roles, student service units, 
learning assistance, educational equity programs 
(such as academic bridge programs, GEAR UP, and 
TRIO), and other roles in education at the second-
ary and postsecondary level. For people of color 
(POC), the words, definitions, and examples may 
resonate with shared experience. For White peo-
ple, the glossary serves to reveal the often day-to-
day experience for POC and the challenge of living 
in America. This glossary, then, can serve not only 
as a resource for educators and practitioners, but 
also as a foundation on which future publications 
can expand.
 An essential part of any glossary are the 
terms and examples being used. We believe the 
contribution of this glossary is the extensive exam-
ples in personal and educational settings that illus-
trate the definitions. In the case of the antiracism 
glossary, the coauthors contributed many examples 
from personal experiences, providing readers with 
real-life representations of what these terms mean 
moving beyond neutral denotations. While some 
examples were obtained from other glossaries and 
publications, the majority of coauthors drew from 
their lived experiences as POC. The examples that 
accompany these glossary definitions are a sample 
of the types of occurrences many POC experience 
in their daily lives. 
 Readers and users of this antiracism glos-
sary will (and should) notice a number of silences 
or absent voices in the examples that accompany 
the terms. We, the coauthors, recognize those si-
lent spaces. We expect those silences to be filled 
by the lived experiences of other marginalized POC 
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We expect those silences to be filled 
by the lived experiences of other 
marginalized POC in future editions of 
this glossary or others like it. 
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in future editions of this glossary or others like it. 
Unlike historical U.S. publication practices which 
have frequently silenced POC, we acknowledge the 
silent spaces opened by the examples included in 
this glossary. We intentionally avoid the habit of 
appropriation by not attempting to fill those silent 
spaces with experiences from other peoples’ lives. 
We know those silent spaces belong to others. 
We offer this edition as an invitation for other POC 
to fill those silences with their authentic, lived ex-
periences. We understand this offer destines this 
edition of our glossary to continuous improvement 
and leaves our work open. While the concept of 
racism is universal, it can be expressed and expe-
rienced—for many reasons—in ways too varied 
and voluminous for a comprehensive listing in this 
glossary. Future CCSJ publications will explore their 
experiences in deeper detail. 
 Many coauthors of this glossary, in sharing 
their examples, remarked how revisiting these ex-
periences served to trigger the dormant memories 
and unearth the trauma. Kendi (2019) calls the un-
ending and repeated daily events of racism abuse. 
The daily onslaught of microaggressions and mac-
roaggressions has a cumulative deleterious effect 
on the emotional and physical health of POC. This 
glossary is a resource, and users should be consid-
erate in its application. It may be inadvisable for 
a White person to ask colleagues or friends who 
are people of color if these examples are true or 
if this has happened to them. These authentic ex-
amples may be triggers for their traumatic mem-
ories to resurface. Instead, watch a documentary 
on racism, study one or more of the widely rec-
ommended books (Diangelo, 2018; Kendi, 2019; 
Oluo, 2019; Perkins, 2018), and carefully listen to 
POC who initiates the conversation. It requires an 
investment of time and a sincere desire to engage 
actively in learning—and then to use the newly-ac-
quired knowledge. Two recommended short read-
ings include McCoy’s (2020) “The Life of a Black Ac-
ademic: Tired and Terrorized” and Robert’s (2020) 
“White Academia: Do Better.” 
 Keeping current with the rapid changes 
in the field of education is essential. The words 
we use to discuss the changes that are occurring 
and must occur can make a difference in the pol-
icy-making decision process and offer practical 
guidance to educators at all levels and in all job 
roles. This glossary is our response to the disen-
franchisement of POC in education. We hope it 
can play a role in furthering the conversation and 
continuing the path to equity for all. We close with 
the final words shared by Kendi from How to Be an 
Antiracist (2019):
Racist power is not godly. Racist policies 
are not indestructible. Racial inequities are 
not inevitable. Racist ideas are not natural 
to the human mind…But racism is one of 
the fastest spreading and most fatal can-
cers humanity has ever known… When we 
lose hope, we are guaranteed to lose. But 
if we ignore the odds and fight to create an 
antiracist world, then we give humanity a 
chance to one day survive, a chance to live 
in communion, a chance to be forever free. 
(p. 238)
Antiracism Glossary for Education and Life
 Throughout the glossary, words which are 
capitalized indicate that they are defined else-
where within the glossary document. People of 
Color is abbreviated as POC except in direct quo-
tations throughout this document. The examples 
that accompany the glossary definitions are not 
an exhaustive list of lived experiences of African, 
Asian/Pacific Islanders, Hispanic, Indigenous, Lat-
inx, and Multi-racial people.
acculturation (sometimes called additive accultur-
ation or bicultural acculturation)
1. Definitions: (a) Immigrants to the United 
States are provided time for them to adjust 
to the new culture and the school system 
while maintaining connections to their her-
itage and country of origin or connections 
with the cultural communities of marginal-
ized school children (Makarova & Birman, 
2016); and (b) maintaining bilingual and bi-
cultural heritage for school children.
2. Examples: (a) Maintaining country of origin 
heritage through class discussions, reading 
assignments, and class projects; and (b) 
honoring the writing style familiar to the 
students rather than standard written En-
glish. 
3. Compare with ASSIMILATION (adjective and 
noun).
affirmative action 
1. Definitions: (a) “Set of procedures designed 
to eliminate unlawful DISCRIMINATION 
among applicants, remedy the results of 
such prior DISCRIMINATION, and prevent 
such DISCRIMINATION in the future. Ap-
plicants may be seeking admission to an 
educational program or looking for profes-
sional employment. In modern American 
jurisprudence, it typically imposes reme-
dies against DISCRIMINATION on the basis 
of, at the very least, RACE, creed, color, 
and national origin. While the concept of 
AFFIRMATIVE ACTION has existed in Amer-
ica since the 19th century, it first appeared 
in its current form in President Kennedy’s 
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Executive Order 10925 issued in 1961. Em-
ployers who contract with the government 
or who otherwise receive federal funds are 
required to document their AFFIRMATIVE 
ACTION practices and metrics. It is also a 
remedy, under the Civil Rights Act of 1964, 
where a court finds that an employer has 
intentionally engaged in DISCRIMINATORY 
practices” (Legal Information Institute, n.d., 
para. 1–2); and (b) “remedy to address past 
practices of DISCRIMINATION. AFFIRMATIVE 
ACTION in the employment arena describes 
the efforts of an organization to recruit and 
advance qualified people of color, women, 
persons with disabilities, and covered vet-
erans. Required of federal contractors and 
subcontractors, AFFIRMATIVE ACTION also 
is permissible voluntarily where it is based 
on documented underutilization of women 
and people of color. AFFIRMATIVE ACTION 
in education refers to admissions policies 
and practices that provide equal access to 
education for those groups that have been 
historically excluded or underrepresented” 
(Diversity Advisory Council, n.d., section A, 
para. 4).
2. Examples: (a) Hiring a larger percentage of 
students of color than is represented by the 
institution’s employees for staff and stu-
dent paraprofessional positions if the col-
lege has historically been found to engage 
in DISCRIMINATION in hiring practices; (b) 
admitting a higher percent of historical-
ly-underrepresented students due to past 
DISCRIMINATORY admissions policies; (c) 
requiring a college to create a diversity hir-
ing committee due to being found guilty of 
historically DISCRIMINATORY hiring practic-
es; and (d) AFFIRMATIVE ACTION becoming 
a quota system for hiring Blacks or POCs in 
education. I (a Black woman) was hired as an 
Academic Advisor in a predominately White 
institution learning center because, accord-
ing to the administrator, “We need a Black 
woman.” They had one position left and 
had already hired a Black male. To fulfill the 
quota or in the name of AFFIRMATIVE AC-
TION, they needed a Black woman to meet 
the quota. Please do not get me wrong; it 
was my start in higher education. I ignored 
the assertion because I was about to grad-
uate with my master’s degree and needed 
a job to stay in the area. However, what 
started as a corrective program against dis-
criminatory hiring practices within the state 
system of higher education schools, actual-
ly became a systemic and oppressive racial 
quota system whereby if you are hired, it is 
because you are Black or a person of color. 
I experienced the same at two smaller and 
private predominantly White institutions, 
where, upon my hiring, I was told by the 
White hiring administrators that I would 
“diversify the campus.” Unfortunately, that 
is all they expected from me. Any display of 
intelligence or abilities to perform the job 
was marginalized.
ally
1. Definitions: (a) “A person who supports a 
group other than their own” (Berkner Boyt, 
2020, para. 10) identities, such as gender, 
RACE, religion, sex; and (b) a person who ac-
knowledges disadvantages and oppression 
of other groups and takes action to stand 
with them and oppose the oppression (W.K. 
Kellogg Foundation, n.d.-a).
2. Examples: (a) Speaking up on behalf of 
POC during conversations when others 
make disparaging comments, MICROAG-
GRESSION behaviors, jokes, or stereotyp-
ical statements whether POC are present 
or not; (b) participating in meetings hosted 
by POC that raise awareness about issues 
of identity (racial, sexual, etc.); (c) display-
ing posters that advocate for social justice 
on the learning center walls; (d) displaying 
a welcome poster on the learning center 
wall with the word “welcome” in languag-
es spoken by members of the student body; 
(e) asking questions of POC “like ‘what do I 
need to know,’ ‘how can I help,’ and ‘what 
can we do together?’” (Ludema & Johnson, 
2020, Don’t be paternalistic section); (f) 
taking time to read books and watch vid-
eos on racial topics (history, slavery, sys-
temic racism, etc.) and avoid asking POC 
to explain complex racial issues to you; (g) 
marching in a Pride Parade to advocate for 
an “annual audit of pay equity” (Ludema 
& Johnson, 2020, Do take ally-like actions 
section); (h) taking actions that create an 
environment so that POC “speak for them-
selves” (Ludema & Johnson, 2020, Don’t 
speak for others section); (i) responding 
when the leader of the campus LBGTQ af-
finity group contacts you to offer support 
to the goals of the affinity group for Black 
employees; (j) using authority as the Resi-
dent Hall Assistant to confront students on 
the dorm floor who are dressed up as bor-
der patrol and migrants at the border and 
stop the activity, and using this incident as 
opportunity to inform all residents that this 
activity is not appropriate or acceptable; 
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and (k) as a South Asian woman marching 
at various Black Lives Matter protests while 
holding up a sign saying “South Asians for 
Black Lives;” and (l) attending campus and 
social activities hosted by POC.
3. Compare with ANTIRACISM (verb), EQUALI-
TY, EQUITY, and SOCIAL JUSTICE. 
antiracism 
1. Definition: “The work of actively opposing 
racism by advocating for changes in polit-
ical, economic, and social life. Anti-racism 
tends to be an individualized approach, and 
set up in opposition to individual racist be-
haviors and impacts” (Race Forward, 2015, 
p. 25). 
2. Example: Report any acts of DISCRIMINA-
TION to the institution Dean of Students or 
Title IX Officer.
3. Compare with ALLY, ANTIRACIST (noun), 
ETHNIC ANTIRACISM, SPACE ANTIRACISM, 
and SOCIAL JUSTICE.
antiracist (adjective)
1. Definition: Having qualities or features that 
promote or express an ANTIRACIST IDEA. 
2. Examples: (a) Ensuring that employment 
opportunities are advertised to all faculty, 
staff, and students who may be interested, 
and (b) using an ANTIRACIST reading prac-
tice that “helps the reader identify the hab-
its of language being used and inquire into 
where those habits come from in the larg-
er world” in order to “understand better 
the language habits we participate in, and 
whether and how those habits participate 
in RACISM and White language supremacy” 
(Inoue, 2020, p. 135).
3. Compare with ANTIRACIST (noun) and BE-
HAVIORAL ANTIRACIST.
antiracist (noun)
1. Definitions: (a) “Supports an ANTIRACIST 
policy through their action or expressing 
an ANTIRACIST IDEA” (Kendi, 2019, p. 11); 
(b) “expresses the idea that racial groups 
are equals and none needs developing, and 
is supporting policy that reduces racial in-
equity” (Kendi, 2019, p. 24); (c) “conscious 
decision to make frequent, consistent, eq-
uitable choices daily. These choices require 
ongoing self-awareness and self-reflection 
as we move through life. In the absence of 
making ANTIRACIST choices, we (un)con-
sciously uphold aspects of White supremacy, 
White-dominant culture, and unequal insti-
tutions and society. Being RACIST or ANTI-
RACIST is not about who you are; it is about 
what you do” (National Museum of African 
American History and Culture, n.d., para. 8).
2. Examples: See examples from BEHAVIORAL 
ANTIRACIST and CULTURAL ANTIRACIST.
3. Compare with ANTIRACIST (adjective) and 
BEHAVIORAL ANTIRACIST.
antiracist discrimination
1. Definition: “The defining question is 
whether the DISCRIMINATION is creating 
EQUITY or inequity. If DISCRIMINATION is 
creating EQUITY, then it is ANTIRACIST. If 
DISCRIMINATION is creating inequity, then 
it is RACIST. Someone reproducing inequi-
ty through permanently assisting an over-
represented RACIAL group into wealth and 
power is entirely different than someone 
challenging that inequity by temporari-
ly assisting an underrepresented RACIAL 
group into relative wealth and power un-
til EQUITY is reached. The only remedy to 
RACIST DISCRIMINATION is ANTIRACIST 
DISCRIMINATION” (Kendi, 2019, p. 19).
2. Examples: (a) Establishing minimum re-
quirements for a part-time or full-time po-
sition, use minimum criteria for selecting 
the initial candidate pool for hiring tutors, 
study group leaders, mentors, and profes-
sional staff (i.e., screening candidates into 
the interview pool and not screening can-
didates out); (b) not excluding job candi-
dates due to a lack of some qualifications 
if those could be addressed through pro-
fessional development; and (c) ensuring 
that the teaching staff, professional staff, 
and the student paraprofessionals (tutors, 
study group leaders, coaches, etc.) display 
demographic diversity that equals or ex-
ceeds the diversity of the general student 
body. 
3. Compare with AFFIRMATIVE ACTION, AN-
TIRACISM, DISCRIMINATION, EQUALITY, 
and EQUITY.
assimilationist (noun)
1. Definition: “One who is expressing the 
RACIST IDEA that a racial group is cultur-
ally or behaviorally inferior and is support-
ing cultural or behavioral enrichment pro-
grams to develop that racial group” (Kendi, 
2019, p. 24).
2. Examples: (a) A White person who feels 
guilt from growing up in a PRIVILEGED 
background decides to become involved in 
an EQUITY program to help students who 
the person believes are suffering from ed-
ucational deficits and are academically in-
ferior because of their ethnicity; (b) Indige-
nous children are forced to attend boarding 
schools under the Civilization Fund Act of 
1819 (Wong, 2019); and (c) A tutoring di-
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rector does not share a math employment 
opportunity with POC because the director 
perceives non-POCs as academically inferi-
or to their White counterparts.
3. Compare with ACCULTURATION, ASSIMI-
LATIONIST (adjective), BIAS, DISCRIMINA-
TION, and RACIST IDEA. 
assimilationist (adjective)
1. Definition: Describes the process that a 
dominant group makes invisible a smaller, 
powerless group defining characteristics 
and identity (Yoshino, 2013). 
2. Examples: (a) Focusing on Standard Written 
English in school may be considered an as-
similationist pedagogy, as it requires racial 
and ethnic groups to change or hide their 
linguistic heritage; (b) reminding immigrant 
children how fortunate they are to have ar-
rived in the United States; (c) not permit-
ting reading in or using language from the 
country of origin during class sessions; and 
(d) not recognizing the common experience 
of confusion and stressful transition for the 
immigrant or marginalized U.S. citizens. 
3. Compare with ACCULTURATION, ASSIMI-
LATIONIST (noun), BIAS, DISCRIMINATION, 
and RACIST IDEA. 
behavioral antiracist
1. Definition: “Makes racial group behavior 
fictional and individual behavior real” (Ken-
di, 2019, p. 92).
2. Example: Challenging someone who makes 
a stereotypical statement about everyone 
within a racial or other identity group. 
3. Compare with ANTIRACIST (adjective) and 
ANTIRACIST (noun).
behavioral racist
1. Definition: ”One who is making individuals 
responsible for the perceived behavior of 
RACIAL groups and making RACIAL groups 
responsible for the behavior of individuals” 
(Kendi, 2019, p. 92).
2. Example: The false assumption that Black 
people are more likely to commit crimes 
than White people. In 2019, White people 
committed 7 million criminal offenses while 
Black people committed 2.6 million (Office 
of Justice Programs, 2019.) 
3. Compare with RACIST and CULTURAL RACIST.
bias
1. Definition: (a) Tendency, inclination, or 
prejudice toward or against something or 
someone that is preconceived or unrea-
soned; (b) “stems from the internalization 
and institutionalization of particular val-
ues, beliefs, and assumptions. Not to be 
confused with BIGOTRY, which is motivated 
by ill intent, bias can coexist unconsciously 
with good intentions, but nevertheless re-
sult in outcomes that are inclined to favor 
some groups over others” (Diversity Advi-
sory Council, n.d., section B, para. 1).
2. Examples: (a) Deciding not to conduct an 
ANTIRACIST staff selection process that 
ensures that POC are fairly evaluated for 
a job opening; (b) an Asian American stu-
dent coming into the center for math tu-
toring, and the White tutor blurting out, “I 
thought Asians were supposed to be good 
at math;” and (c) a student job applicant 
not being considered for an open position 
simply because they did not earn an A in 
a course for which they would like to be 
selected as a tutor.
3. Compare with: BIGOTRY, DISCRIMINATION, 
IMPLICIT BIAS, PRIVILEGE, and RACISM. 
bigotry
1. Definition: “Intolerant PREJUDICE which 
glorifies one’s own group and denigrates 
members of another group” (W.K. Kellogg 
Foundation, n.d.-a. p. 161).
2. Examples: (a) a group of men in a car driv-
ing by and yelling, “Muslim terrorist” at 
an Hispanic woman who is walking down 
the street; (b) the campus food service 
making racial assumptions about food 
preferences during special receptions it 
hosts for first-year students by serving 
fried chicken, collard greens, and macaro-
ni and cheese to welcome first-year Black 
students and serving tacos for Hispan-
ic or Latinx students at a separate func-
tion; and (c) a White hiring manager shar-
ing employment opportunities only with 
White candidates.
3. Compare with BIAS, DISCRIMINATION, IM-
PLICIT BIAS, PREJUDICE, PRIVILEGE, and 
RACISM.
check your privilege 
1. Definition: “When someone asks you to 
“CHECK YOUR PRIVILEGE,” they are asking 
you to pause and consider how the advan-
tages you’ve had in your life are contribut-
ing to your opinions and actions, and how 
the lack of disadvantages in certain areas is 
keeping you from fully understanding the 
struggles others are facing and in fact may 
be contributing to those struggles” (Oluo, 
2019, p. 63).
2. Examples: (a) A White person considering 
the advantages that being White affords 
them regarding assumptions about their 
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creditworthiness, honesty, trustworthi-
ness, among others; (b) advantages that 
accompany being the second generation in 
the family to attend or graduate from col-
lege; and (c) having family members who 
can mentor a younger person as they navi-
gate the challenges of life. 
3. Compare with BIAS, IMPLICIT BIAS, and 
PRIVILEGE.
climate
1. Definitions: (a) Perceptions and experienc-
es by individual members of the organiza-
tional environment; and (b) influences how 
an individual feels valued, safe, fairly treat-
ed, and treated with dignity.
2. Examples: (a) At a learning center, POC 
experience a CLIMATE of hostility and un-
welcomeness toward them due to the atti-
tudes and behaviors of its staff. For exam-
ple, a staff member assumes that a student 
of color who comes to the front desk needs 
a tutor when the student is actually apply-
ing for a tutoring or study group job; (b) 
usually, on predominantly White institu-
tions with few faculty, staff, and adminis-
trators who are POC, the CLIMATE is “cold” 
or “chilly” to Latinx students who attend 
class or participate in predominantly White 
clubs; (c) When a Black student walks into 
a campus honor society meeting with all 
White students in attendance, the White 
students stare at the Black student as 
though they are entering by mistake. The 
honor society president asks immediately 
for credentials to validate the Black stu-
dent’s participation but does not ask other 
White applicants to validate their partici-
pation. The Black student begins to feel 
unwelcomed, and, as a result, the events 
at the honor society create an atmosphere 
in which the Black student experiences 
STEREOTYPE THREAT; and (d) A Black adult 
male is stopped by the campus police while 
he is walking across the campus at night, 
which often happens to African, Black, His-
panic, Indigenous, and Latinx people. The 
Black male was wearing a dark pea coat 
and a kufi skull cap. The campus police de-
manded to know why he was on the cam-
pus. He replied that he just finished work 
after a long day as the Vice-Chancellor for 
Diversity Affairs and was walking home to 
have a late dinner with his family in his own 
neighborhood.
3. Compare with BIAS, BIGOTRY, IMPLICIT 
BIAS, RACISM, and STEREOTYPE THREAT.
cultural antiracist
1. Definition: “Rejects cultural standards and 
equalizing cultural differences among racial 
groups” (Kendi, 2019, p. 81).
2. Examples: (a) Appreciating differences and 
commonalities among artistic expressions 
such as in art, dance, and music; and (b) 
using INCLUSIVE curriculum that includes 
readings by authors from a variety of back-
grounds.
3. Compare with ANTIRACIST (adjective), AN-
TIRACIST (noun), BEHAVIORAL ANTIRACIST, 
and INCLUSION.
cultural appropriation 
1. Definition: “Power imbalance between the 
CULTURE doing the appropriating and the 
CULTURE being appropriated. That power 
imbalance allows the CULTURE being ap-
propriated to be distorted and redefined 
by the dominant CULTURE and siphons any 
material or financial benefit of that piece 
of cultural way to the dominant CULTURE, 
while marginalized CULTURES are still per-
secuted for living in that CULTURE. Without 
that cultural power imbalance, CULTURAL 
APPROPRIATION becomes much less harm-
ful” (Oluo, 2019, p. 147).
2. Examples: (a) A person taking music, dance, 
and style from another the Latinx commu-
nity and profits off it for personal gain with-
out acknowledging the source; (b) a sports 
team, organization, restaurant, or other 
commercial establishment using a logo or 
an image from an Indigenous culture for 
promotion; and (c) non-Indigenous music 
festival attendees wearing tribal headdress-
es as accessories.
3. Compare with CULTURE and MICROAG-
GRESSION. 
cultural racist
1. Definition: “One who is creating a cultural 
standard and imposing a cultural hierarchy 
among RACIAL groups” (Kendi, 2019, p. 81).
2.  Example: Black females are considered by 
some at the bottom of the social hierarchy 
and therefore, in practice, their contribu-
tions during class discussions or in their 
publications are dismissed or marginalized. 
3. Compare with RACIST and BEHAVIORAL 
RACIST.
culture
1. Definition:  Customary beliefs, social 
forms, and material traits of a RACIAL, re-
ligious, or social group (Merriam Webster, 
n.d., first definition). 
2. Examples: African, Asian, Black, Indige-
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nous, Latinx, Multi-RACIAL, and White.
3. Compare with CULTURAL APPROPRIATION, 
MICROAGGRESSION, and STEREOTYPE 
THREAT. 
discrimination
1. Definition: “Unequal treatment of mem-
bers of a group based on RACE, gender, 
religion, and other demographics” (Insti-
tute for Democratic Renewal and Project 
Change Anti-Racism Institute, 2019, p. 6).
2. Examples: (a) Due to PREJUDICE, not hiring 
someone from a particular RACIAL or oth-
er identity group; (b) not hiring someone 
from a particular RACIAL or other identity 
group due to the belief that there is suffi-
cient representation of that group already 
present; and (b) Not providing services or 
making services inaccessible for a particu-
lar RACIAL group due to PREJUDICE.
3. Compare with AFFIRMATIVE ACTION, AN-
TIRACIST DISCRIMINATION, BIAS, BIGOTRY, 
IMPLICIT BIAS, PREJUDICE, and RACISM.
diversity
1. Definitions: (a) Wide range of shared and 
different personal and group characteris-
tics such as nationality, ETHNICITY, RACE, 
and religion; (b) “aspects of RACE, ETHNIC-
ITY, gender, sexual identity, class, and oth-
er demographic categories” (Institute for 
Democratic Renewal and Project Change 
Anti-Racism Institute, 2019. p. 8); and (c) 
“embodies inclusiveness, mutual respect, 
and multiple perspectives and serves as 
a catalyst for change resulting in EQUITY” 
(Diversity Advisory Council, n.d., section D, 
para. 5).
2. Examples: (a) Visible characteristics such 
as RACE, gender, and age; and (b) “… less 
obvious characteristics like personality 
style, ethnicity, ability, prior college expe-
rience by family member, economic status, 
academic preparation, education, living 
location, religion, job function, life expe-
rience, lifestyle, sexual identity, gender 
identity, geography, regional differences, 
work experience, and family situation” 
(Center for Equity, Gender, and Leader-
ship, 2020, para. 38).
3. Compare with CULTURE, ETHNICITY, and 
RACE.
equality (synonymous with “equal opportunity,” a 
now outdated term)
1. Definition: Ensuring that everyone has sim-
ilar opportunities for success, such as the 
same quality of teaching materials, text-
books, and qualified teachers regardless of 
where they are attending school. The focus 
is providing an equal starting context for 
learning rather than similar outcomes for 
the students. On the other hand, EQUITY is 
focused on all student demographic groups 
achieving equal outcomes, such as high 
school graduation rates, grades, acceptance 
to college, and graduation rates.
2. Examples: (a) Free test preparation materi-
als and workshops for college admission; (b) 
financial aid for all students; (c) no use of 
standardized college admission exams; and 
(d) colleges employing holistic, asset-based 
admissions criteria.
3. Compare with AFFIRMATIVE ACTION, EQUI-
TY, INCLUSION, and SOCIAL JUSTICE. 
equity
1. Definitions: (a) “EQUITY recognizes that 
each person has different circumstances 
and allocates the exact resources and op-
portunities needed to reach an equal out-
come” (MPH@GW, 2020, para. 2). “EQUITY 
is a solution for addressing imbalanced so-
cial systems. Justice can take EQUITY one 
step further by fixing the systems in a way 
that leads to long-term, sustainable, EQ-
UITABLE access for generations to come” 
(MPH@GW, 2020, para. 5). In contrast, 
EQUALITY “means [that] each individual or 
group of people is given the same resourc-
es or opportunities” (MPH@GW, 2020, 
para. 2); (b) “proportional distribution or 
parity of desirable outcomes across groups. 
Sometimes confused with EQUALITY, EQUI-
TY refers to outcomes, while EQUALITY con-
notes equal treatment” (Diversity Advisory 
Council, n.d., section E, para. 6).
2. Examples: (a) Giving students with certain 
disabilities accommodations so they can 
thrive in their classes and earn the same 
outcomes as students without similar dis-
abilities; (b) providing the services and re-
sources needed for students who are POC 
to achieve outcome rates for graduation, 
homeownership rates, and wealth-accu-
mulation that are similar to outcome rates 
of White students; (c) partially basing pub-
lic institution funding on the institution’s 
achievement of student demographics that 
are similar for both graduating and ad-
mitted students; and (d) law enforcement 
treating protestors inequitably, such as 
the difference in police treatment of Black 
Lives Matter protestors at Lafayette Park 
in Washington, DC on June 1, 2020 (where 
protestors were overwhelmingly met with 
rubber bullets and tear gas) as compared 
to the treatment of White protestors who 
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stormed the Capitol on January 6, 2021 
(where protesters were met only with Cap-
itol police with no call for backup, national 
guard, or law enforcement presence). But 
this is “White man’s country, so they are 
allowed to go into the Capitol and take it 
over. They are allowed to do whatever they 
want” (BLM activist, personal communica-
tion, 2021). 
3. Compare with AFFIRMATIVE ACTION, AN-
TIRACISM, ANTIRACIST, ANTIRACIST DIS-
CRIMINATION, EQUALITY, INCLUSION, and 
SOCIAL JUSTICE.
ethnic antiracism
1. Definition: “A powerful collection of AN-
TIRACIST policies that lead to EQUITY be-
tween racialized and ethnic groups and are 
substantiated by ANTIRACIST ideas about 
racialized ethnic groups” (Kendi, 2019, p. 
56). 
2. Examples: (a) An ethnically diverse coali-
tion of faculty, staff, and student employees 
peacefully protest  DISCRIMINATION against 
Hispanic and Latinx groups regarding their 
lower salary and inequitable personnel 
practices; and (b) Black students peaceful-
ly protest against prejudice found among 
White faculty who unfairly grade according 
to perceived notions that POC students are 
unable to produce high-quality academic 
writing (i.e., an African American male in a 
philosophy class writing an outstanding pa-
per and being unfairly accused of plagiarism 
because he was from the southwest side of 
Washington, DC, which is a predominately 
lower-socio economic section of town).
3. Compare with ALLY, ANTIRACISM (verb), 
ANTIRACIST (noun), SPACE ANTIRACISM, 
and SOCIAL JUSTICE.
ethnic racism
1. Definitions: (a) “powerful collection of RAC-
IST POLICIES that lead to inequity between 
racialized ethnic groups and are substanti-
ated by RACIST IDEAS about racialized eth-
nic groups” (Kendi, 2019, p. 56); and (b) 
racializing ethnic groups serves to create 
hierarchies of value. RACE becomes more 
important than ETHNICITY (Kendi, 2019).
2. Examples: (a) A PRIVILEGED English profes-
sor assigned lower grades on a Black stu-
dent’s papers because the teacher automat-
ically associated the paper with Ebonics. 
In this particular case, a White student (a 
friend of the Black student) swapped names 
on the paper, and both turned them in to 
the instructor. Once they received the pa-
pers back, they confronted the PRIVILEGED 
professor because the White student, 
whose name was on the Black student’s 
paper, received an A grade, while the Black 
student, whose name was on the White stu-
dent’s paper, received a C. Once confront-
ed, the PRIVILEGED professor said nothing, 
took both papers from them, walked away, 
and did not change the grades; and (b) A 
PRIVILEGED English professor referred one 
of his Black female students (who was earn-
ing straight A’s in his class) to interview for 
a writing center peer tutor position. When 
she arrived for the interview and asked to 
see the director, the director (a PRIVILEGED 
person) stopped her at the door and insist-
ed that she was waiting for another person, 
yet the director kept saying her name. Af-
ter several interchanges, with the tone of 
the director getting nastier and more per-
sistent for her to leave, the Black student 
said, “My name is so-and-so.” The Director 
was embarrassed and excused herself for a 
moment, came back, and followed through 
with the interview. The Black student was 
subsequently hired for the position. 
3. Compare with INSTITUTIONAL RACISM, 
PASSIVE RACISM, RACISM, SPACE RACISM, 
and STRUCTURAL RACISM. 
ethnicity
1. Definition: ‘Social construct that divides 
people into smaller social groups based 
on characteristics such as shared series of 
group membership, values, behavioral pat-
terns, language, political and economic in-
terests, history, and ancestral geographic 
location” (Florida Institute of Technology, 
n.d., para. 15)
2. Examples: Cuban, Hmong, and Mexican.
3. Compare with DIVERSITY and RACE.
implicit bias
1. Definition: “Refers to the attitudes or ste-
reotypes that affect our understanding, ac-
tions, and decisions in an unconscious man-
ner. These BIASES, which encompass both 
favorable and unfavorable assessments, are 
activated involuntarily and without an indi-
vidual’s awareness or intentional control. 
Residing deep in the subconscious, these BI-
ASES are different from known BIASES that 
individuals may choose to conceal for the 
purposes of social and/or political correct-
ness. Rather, IMPLICIT BIASES are not ac-
cessible through introspection. The implicit 
associations we harbor in our subconscious 
cause us to have feelings and attitudes 
about other people based on characteris-
tics such as RACE, ETHNICITY, age, and ap-
JOURNAL OF COLLEGE ACADEMIC SUPPORT PROGRAMS
83
pearance. These associations develop over 
the course of a lifetime beginning at a very 
early age through exposure to direct and 
indirect messages. In addition to early life 
experiences, the media and news program-
ming are often-cited origins of implicit as-
sociations” (Kirwan Institute for the Study 
of Race and Ethnicity, 2012, para. 1–2). 
2. Examples: (a) Assuming that some RACIAL 
groups are better or worse athletes than 
others for a particular sport; (b) assuming 
that students of color are often academi-
cally underprepared for college-level work; 
(c) assuming that Asians are better at math 
than other ethnic groups; and (d) a male 
White student not wanting to work with a 
female Black computer science tutor be-
cause he assumes that she is not as capable 
as a White male tutor.
3. Compare with BIAS, BIGOTRY, DISCRIMINA-
TION, PRIVILEGE, and RACISM. 
impostor syndrome
1. Definition: “Also known as IMPOSTORSHIP 
or IMPOSTOR PHENOMENON, describes a 
psychological phenomenon in which peo-
ple are unable to internalize their accom-
plishments. IMPOSTORSHIP characteristics 
are largely organized into three subcate-
gories: (1) feeling like a fake, or the belief 
that one does not deserve one’s success; 
(2) attributing success to luck or other ex-
ternal reasons and not to one’s own inter-
nal abilities; and (3) discounting success, 
or the tendency to downplay or disregard 
achievement of success” (Dancy, 2017, pp. 
933). 
2. Examples: IMPOSTER SYNDROME may be 
experienced when (a) A new tutor from 
a historically underrepresented or disad-
vantaged background compares themself 
to other tutors, regardless of having been 
hired under the same requirements and 
fulfilling the necessary qualifications; (b) 
An Asian American professor comes into 
a new position with a decade of experi-
ence does not feel as smart as her peers; 
and (c) As a Black male, I was marginalized 
repeatedly by White superiors since they 
perceived that because I was raised in the 
“hood,” my contributions and background 
were less than theirs. Furthermore, when I 
proposed a great idea concerning program-
ming, I was accused of plagiarism or steal-
ing a White colleague’s ideas.
3. Compare with CULTURE, MACROAGGRES-
SION, MICROAGGRESSION, and STEREO-
TYPE THREAT.
inclusion
1. Definitions: (a) “Providing equal educa-
tional opportunity by co-creating learning 
communities in which unique needs and 
diverse capacities are recognized, under-
stood, accepted, and valued” (Arendale, 
2007, p. 21);  and (b) “core element for 
successfully achieving diversity, INCLUSION 
is created by nurturing the culture and 
CLIMATE of the institution through profes-
sional development, education, policy, and 
practice. The objective is to create a CLI-
MATE that fosters belonging, respect, and 
value for all and encourages engagement 
and connection throughout the institution 
and community” (Diversity Advisory Coun-
cil, n.d., section I, para. 1).
2. Examples: (a) A person of color worked at 
three predominantly White institutions 
where they did not experience a CLIMATE 
of INCLUSION since they were exclud-
ed from many decision-making activities. 
When they began working at a Historic 
Black College or University (HBCU), they 
did experience INCLUSION since they were 
treated as an integral part of the deci-
sion-making process; (b) Policies and pro-
cedures ensure that resources are accessi-
ble to all students; and (c) Advisory boards 
ensure that multiple student identities are 
represented.
3. Compare with ANTIRACISM, ANTIRACIST, 
ANTIRACIST DISCRIMINATION, EQUALITY, 
and EQUITY.
institutional racism (synonymous with STRUCTUR-
AL RACISM or systemic racism).
1. Definitions: (a) A network of institution-
al structures, policies, and practices that 
create advantages and benefits for White 
people, and DISCRIMINATION, oppression, 
and disadvantage for people from targeted 
RACIAL groups. The advantages created for 
White people are often invisible to them or 
are considered “rights” available to every-
one as opposed to “privileges” awarded to 
only some individuals and groups (Adams et 
al., 2007, p. 93); (b) “refers specifically to 
the ways in which institutional policies and 
practices create different outcomes for dif-
ferent RACIAL groups. The institutional pol-
icies may never mention any RACIAL group, 
but their effect is to create advantages for 
whites [sic] and oppression and disadvan-
tage for people from groups classified as 
non-white” (Potapchuk et al., 2005, p. 39); 
and (c) “The difference between STRUC-
TURAL RACISM and MACROAGGRESSSIONS 
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is MACROAGGRESSIONS are purposeful, 
deliberate, and blatantly damaging acts 
that make an impact at the individual level. 
STRUCTURAL RACISM is integral to every-
day, ordinary interactions” (Osanloo et al., 
2016, p. 7).
2. Examples: (a) Government policies that ex-
plicitly restrict the ability of people to get 
loans to buy or improve their homes in 
neighborhoods with high concentrations of 
African Americans (also known as “red-lin-
ing”); (b) city sanitation department pol-
icies that concentrate trash transfer sta-
tions and other environmental hazards 
disproportionately in communities of col-
or (Potapchuk et al., 2005); and (c) admis-
sions departments that do not have POC 
recruiters may decrease the number of POC 
who apply since they will not meet some-
one from a culturally and ethnically diverse 
background may have experienced similar 
life experiences and not see someone with 
whom they can identify.
3. Compare with ETHNIC RACISM, MACROAG-
GRESSION, MICROAGGRESSION, PASSIVE 
RACISM, RACISM, and SPACE RACISM
intersectionality
1. Definitions: (a) “analytical framework 
through which the relationship among sys-
tems of oppression can be understood. Afri-
can American women made an early contri-
bution to this analysis in the 19th century. 
Recognizing that they experienced racism 
and sexism differently from both Black men 
and White women even while they shared 
commonalities with both, they argued that 
a struggle that did not simultaneously ad-
dress sexism and racism would only perpet-
uate both” (Diversity Advisory Council, n.d., 
section I, para. 4); and (b) “SOCIAL JUSTICE 
movements consider all INTERSECTIONS of 
identity, PRIVILEGE, and oppression that 
people face” (Oluo, 2019, p. 7.) 
2. Examples: (a) Students from multiple affin-
ity groups collaborating to discuss ways of 
combating systematic oppression experi-
enced by members of marginalized groups 
on their campus; and (b) acknowledging the 
two sets of challenges that a woman of col-
or may face in a field dominated by White 
men.
3. Compare with CLIMATE and SOCIAL JUSTICE.
macroaggressions
1. Definition: “Microassaults conducted in a 
public forum or sphere, and are buttressed 
by the nuanced behaviors that exist in a 
particular or specific context. That is to 
say, MACROAGGRESSIONS are verbal or 
non-verbal communications that are not 
only purposeful and deliberate, but are 
meant to create longitudinally debilitating 
and depressive results in the victim. They 
are persistent and malicious. MACROAG-
GRESSIONS occur in the nebulous space 
between MICROAGGRESIONS and INSTITU-
TIONAL/STRUCTURAL RACISM” (Osanloo et 
al., 2016, p. 6).
2. Examples: (a) Physical violence; (b) verbal 
abuse; (c) over-policing Black and Latinx 
communities; (d) stopping POC drivers or 
walkers in predominantly White neigh-
borhoods without probable cause; and (e) 
banks DISCRIMINATING against Black and 
Latinx families by denying their applications 
for mortgage loans while granting a loan to 
a White family with a similar loan applica-
tion, loan history, and the same available 
financial assets. 
3. Compare with CLIMATE, IMPOSTOR SYN-
DROME, MICROAGGRESSION, and STRUC-
TURAL RACISM. 
microaggression
1. Definitions: (a) “Small daily insults and in-
dignities perpetuated against marginalized 
or oppressed people because of their affil-
iation with the marginalized or oppressed 
group and here we are going to talk about 
RACIAL microaggressions—insults and in-
dignities perpetuated against people of col-
or. But many aggressions are more than just 
annoyances. The cumulative effect of these 
constant reminders that you are less valu-
able than others does real psychological 
damage. Regular exposure to micro aggres-
sions causes POC to feel isolated and inval-
idated” (Oluo, 2019, p. 169); (b) the term 
“ABUSE is used instead of MICROAGGRE-
SION because aggression is not as exact-
ing a term. ABUSE accurately describes the 
action and its effects on people: distress, 
anger, worry, depression, anxiety, pain, fa-
tigue, and suicide. What other people call 
RACIAL MICROAGGRESSIONS, I call RACIST 
ABUSE” (Kendi, 2019, p. 47); (c) “stunning, 
automatic acts of disregard that stem from 
unconscious attitudes of White superiority 
and constitute a verification of Black infe-
riority” (Davis, 1989, p. 1576); and (d) “an 
onslaught of derogatory comments, inval-
idations, avoidance behaviors, and defi-
cit-laden comments, the experiences may 
weigh heavy on an individual’s spirt, self-
worth, and sense of self” (Osanloo et al., 
2016, p. 5).
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2. Examples: (a) “Sue et al. (2007) distin-
guished three types of microaggressions. 
They are: microassaults; microinsults; and 
microinvalidations. A microassault is ‘an 
explicit RACIAL derogation characterized 
primarily by a verbal or nonverbal attack 
meant to hurt the intended victim through 
name-calling, avoidant behavior, or pur-
poseful discriminatory actions (p. 274).’ ... 
While explicit, overt, and deliberate, they 
are deemed ‘micro’ because they are often 
conducted on an individual or private lev-
el. … Microinsults are characterized as ‘… 
communications that convey rudeness and 
insensitivity and demean a person’s RACIAL 
heritage or identity. Microinsults represent 
subtle snubs, frequently unknown to the 
perpetrator, but clearly convey a hidden 
insulting message to the recipient of color’ 
(Sue et. al., 2007, p. 274). ... Last, microin-
validations are described as: ‘… communi-
cations that exclude, negate, or nullify the 
psychological thoughts, feelings, or experi-
ential reality of a person of color’ (Sue et 
al., 2007, p. 274)” (Osanloo et al., 2007, p. 
5); (b) ethnic or identity group jokes; (c) sin-
gling out POC in the room to speak on be-
half of their RACE or other identity group; 
(d) when visiting the campus learning cen-
ter multiple times weekly, Catelyn, who is 
White, speaks to every staff member except 
Tanisha, who is Black; (e) telling POC that 
they speak good English (Osanloo et al., 
2017) or write very well; (f) crossing to the 
opposite side of the street when you see 
a Black man walking in your direction; (g) 
telling POC that they are “cute but not that 
bright” because of their ETHNICITY or RA-
CIAL background; (h) a White PRIVILEGED 
female comparing her tanned arm with that 
of her Black colleague in order to measure 
the darkness of her tan; (i) in front of other 
White colleagues at work, a White person 
touching the hair of an African American 
woman to see what dreadlocks feel like and 
thus interrupting the African American fe-
male as she is making her point and con-
tributing to the conversation; (j) a teacher 
not calling on the first student to raise her 
hand, who is Black, and instead calling on 
a White student who raises her hand af-
terward; (k) a White woman clutching her 
purse when a Black man sits next to her 
(Kendi, 2019, p. 46); and (l) a Black person 
not receiving the same benefit of the doubt 
when stopped by the police as is given to 
White youth. 
3. Compare with CLIMATE, CULTURAL APPRO-
PRIATION, IMPOSTOR SYNDROME, MAC-
ROAGGRESION, STEREOTYPE THREAT, and 
STRUCTURAL RACISM. 
passive racism
1. Definition: “Beliefs, attitudes, and actions 
that contribute to the maintenance of RAC-
ISM without openly advocating violence 
or oppression. The conscious and uncon-
scious maintenance of attitudes, beliefs, 
and behaviors that support the system of 
RACISM, RACIAL PREJUDICE, and RACIAL 
dominance” (Wijeysinghe, et al., 1997, p. 
89). 
2. Examples: (a) During the current year’s fac-
ulty professional development session on 
inclusive teaching, a tenured faculty mem-
ber said that the theme of each year’s pro-
fessional development session centers—
the lack of friendliness towards members 
of marginalized communities as it relates 
to RACE or ETHNICITY—was untrue and of-
fensive and that we should instead focus 
on issues related to teaching; (b) Rather 
than having the admissions director make 
a formal recruiting presentation accompa-
nied by offers for grants and scholarships 
to the TRIO Upward Bound (UB) students, 
the college assumes that these students 
will automatically apply for admission 
based upon encouragement from the UB 
staff. Meanwhile, these same ethnically di-
verse students are actively recruited and 
offered grants and scholarships by admis-
sions departments at several surrounding 
public and private institutions in the city; 
and (c) White people continue to partici-
pate in CULTURAL APPROPRIATION, which 
is a form of passive racism.
3. Compare with ETHNIC RACISM, INSTI-
TUTIONAL RACISM, SPACE RACISM, and 
STRUCTURAL RACISM.
prejudice 
1. Definition: “Pre-judgment or unjustifiable, 
and usually negative, attitude of one type 
of individual or groups toward another 
group and its members. Such negative at-
titudes are typically based on unsupported 
generalizations (or stereotypes) that deny 
the right of individual members of certain 
groups to be recognized and treated as indi-
viduals with individual characteristics” (In-
stitute for Democratic Renewal and Project 
Change Anti-Racism Institute, 2019, p. 15).
2. Examples: (a) Assuming homeless POC are 
houseless because they have an addiction 
problem or mental health issues; (b) a 
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White student is angry because the teach-
er put a Black male student in their small 
group; (c) a White student is angry because 
of perceived notions of laziness or lack of 
intelligence of other races and therefore 
does not include any of the Black student’s 
contributions in a small group project; (d) 
belief that all Black women are “angry;” 
(e) belief that all White female college stu-
dents, especially sorority White females, 
are sexually promiscuous and (f) locking the 
car doors when riding through urban neigh-
borhoods perceived as predominately low-
er-socio economic sections of cities (e.g., 
North Philadelphia, Homewood section of 
Pittsburgh, Northeast Minneapolis).
3. Compare with BIAS, DISCRIMINATION, IM-
PLICIT BIAS, and RACISM.
privilege
1. Definition: (a) “A right that only some peo-
ple have access or availability to because 
of their social group membership. Because 
hierarchies of PRIVILEGE exist, even with-
in the same group, people who are part of 
the group in power (White people with re-
spect to people of color, men with respect 
to women, heterosexuals with respect to 
homosexuals, adults with respect to chil-
dren, and rich people with respect to poor 
people) often deny they have privilege even 
when evidence of differential benefit is ob-
vious” (Institute for Democratic Renewal 
and Project Change Anti-Racism Institute, 
2019, p. 15); and (b) “These advantages can 
often be ascribed to certain social groups: 
PRIVILEGE based on RACE, physical ability, 
gender, class, etc. But these PRIVILEGES can 
also lie in areas that you may have not con-
sidered, like sexuality, body type, and neu-
rological differences” (Oluo, 2019, p. 60).
2. Examples: (a) A person who is a Brahmin 
Hindu has access to education loans, jobs, 
and wealth more easily than those who are 
not born into this caste; (b) White people 
are more often given the benefit of the 
doubt than Black people by police when 
they are stopped and questioned by them; 
and (c) White people are more likely than 
other RACIAL groups to be approved for 
car and home loans and at lower rates than 
POC.
3. Compare with BIAS, CHECK YOUR PRIVI-
LEGE, DISCRIMINATION, IMPLICIT BIAS, and 
RACISM.
race
1. Definitions: (a) “A power construct of col-
lected or merged difference that lives so-
cially” (Kendi, 2019, p. 35); and (b) “RACE is 
a central organizing idea that shapes much 
of human life across the world. … Current-
ly, RACE is understood to be socially con-
structed because the value placed on RA-
CIAL groupings reflects a social and political 
rationale rather than distinct genetic differ-
ences. Historically, RACE has been concep-
tualized using three types of theories: (1) 
ETHNICITY, (2) class, and (3) nation” (Wil-
liams, 2017, p. 1389).
2. Examples: (a) Skin color, (b) ancestral heri-
tage, (c) cultural affiliation, (d) cultural his-
tory, and (e) ethnic classification.
3. Compare with DIVERSITY and ETHNICITY.
racial equity
1. Definition: “When two or more RACIAL 
groups are standing on a relatively equal 
footing” (Kendi, 2019, p. 18). 
2. Examples: (a) The rates of homeownerships 
in a city are nearly the same regardless of 
RACIAL group; (b) An audit of salaries for 
employees in a business does not display 
RACIAL disparity; and (c) Insurance premi-
ums display no differences when analyzed 
for the RACE of the policyholder.
3. Compare with DISCRIMINATION and RACIAL 
INEQUITY. 
racial healing
1. Definition: “Racial healing recognizes the 
need to acknowledge and tell the truth 
about past wrongs created by individual 
and systemic racism and address the pres-
ent consequences. It is a process and tool 
that can facilitate trust and build authentic 
relationships that bridge divides created by 
real and perceived differences. We believe it 
is essential to pursue racial healing prior to 
doing change making work in a community. 
Because, before you can transform systems 
and structures, you must do the people work 
first” (W.K. Kellogg Foundation, n.d.-b, p. 5).
2. Examples: (a) Access to quality health care is 
as easily available and financially accessible 
in the urban core as it is in the suburbs; (b) 
Health indicators for POC such as childbirth 
survivability, diabetes, heart health, and 
length of life are similar to those of White 
people; (c) Homeownership rates among 
POC and White people are similar; (d) Re-
gardless of geographical location, hous-
ing occupancy is diverse between POC and 
White neighborhoods and the city-at-large; 
(e) Business employees are RACIALLY diverse 
regardless of work location; and (f) Regard-
less of religious faith, the members of reli-
gious congregations are RACIALLY diverse. 
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3. Compare with RACIAL HUMILITY and RA-
CIAL RECONCILIATION.
racial humility (synonymous with CULTURAL HU-
MILITY)
1. Definitions: (a) Learning across the lines of 
RACIAL difference (Gallardo, 2013); and (b) 
a look back (at prior RACIAL injustices) in 
order to move forward (Perkins, 2018).
2. Examples: (a) Engaging in conversations 
with people of different ethnic groups con-
cerning issues of RACE; (b) a personal or 
a professional development activity being 
conducted by learning center staff, tutors, 
faculty members, or student study group 
leaders who read, study, and reflect about 
books on RACE and consider changes in 
personal actions, attitudes, and words; (c) 
visiting civil rights sites and learning about 
the historical events that occurred there 
and, if possible, visiting the Smithsonian 
National Museum of African American 
History and Culture and continuing with a 
deeper study of the events and conversa-
tions with POC; (d) attending an ethno-re-
ligious service or social club whose mem-
bers are of a different ETHNIC group than 
their own for a significant period of time, 
talking with the regular attendees, and be-
coming a learner by listening and observ-
ing (Perkins, 2018); (e) attending a branch 
meeting of the NAACP or the National 
Urban League in your city or on a college 
campus; and (f) attending campus events 
hosted by different RACIAL groups and re-
flecting about what was seen and heard. 
3. Compare with RACIAL HEALING and RA-
CIAL RECONCILIATION. 
racial inequity
1. Definition: “When two or more RACIAL 
groups are not standing on approximately 
equal footing” (Kendi, 2019, p. 18). 
2. Examples: Differences among RACIAL 
groups regarding (a) access to equal stan-
dards of education; (b) access to equal 
standards of health care, home ownership, 
job opportunity, retirement savings, sala-
ry and benefits, and social capital; and (c) 
home ownership; over 73% of White fami-
lies live in owner-occupied homes, 47% of 
Latinx families in owner-occupied homes, 
and 42% of Black families in owner-occu-
pied homes (USA Facts, 2020.) 
3. Compare with BIAS, BIGOTRY, DISCRIMINA-
TION, and IMPLICIT BIAS, RACIAL EQUITY.
racial policy (synonymous with INSTITUTIONAL RAC-
ISM, STRUCTURAL RACISM, and systemic racism). 
1. Definition: “By policy, I mean written and 
unwritten laws, rules, procedures, process-
es, regulations, and guidelines that govern 
people. There is no such thing as a nonrac-
ist or RACE-neutral policy. Every policy in 
every institution in every community in ev-
ery nation is producing or sustaining either 
RACIAL inequity or equity between RACIAL 
groups” (Kendi, 2019, p. 18).
2. Examples: (a) offering tutoring sessions and 
study groups during hours when a higher 
percentage of students of color are work-
ing in comparison to White students; (b) 
consistently selecting student profession-
als who are recommended by the class-
room instructors for positions of tutors, 
study group leaders, and other student 
paraprofessionals without leaving the final 
decision to the program administrator who 
can balance applicant experiences with 
creating a RACIALLY diverse staff; (c) “use 
of standardized tests to measure aptitude 
and intelligence is one of the most effec-
tive racist policies ever devised to degrade 
Black minds and legally exclude Black bod-
ies. We degrade Black minds every time we 
speak of an ‘academic achievement gap’ 
based on these numbers. It creates a RA-
CIAL hierarchy with Whites and Asians at 
the top and Latinx and Blacks at the bot-
tom” (Kendi, 2019, pp. 101–102). The real 
issue is an opportunity gap rather than an 
achievement gap, with inequitable funding 
between predominantly Black and White 
schools for curriculum, teacher-student 
ratios, and per-pupil expenditures (Kendi, 
2019). 
3. Compare with RACISM, STRUCTURAL RAC-
ISM, and systemic racism.
racial reconciliation
1. Definitions: (a) “Involves three ideas. 
First, it recognizes that RACISM in Ameri-
ca is both systemic and institutionalized, 
with effects on both political engagement 
and economic opportunities for minori-
ties. Second, reconciliation is engendered 
by empowering local communities. Lastly, 
justice is the essential component of the 
conciliatory process-justice that is best 
termed as restorative rather than retribu-
tive, while still maintaining its vital punitive 
character” (William Winter Institute for Ra-
cial Reconciliation, 2007, para. 2); (b) The 
first step in RECONCILIATION is seeing the 
problem, not just the solution. “We’ve not 
been able to arrive at the solution because 
we haven’t acknowledged the problem” 
(Perkins, 2018, p. 16); and (c) “Biblical REC-
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ONCILIATION is the removal of tension be-
tween parties and the restoration of loving 
relationships” (Perkins, 2018. p. 17).
2. Examples: (a) In 2018, the City of Charles-
ton City Council formally recognized and 
apologized for its role in the slave trade. 
The city also pledged to create an office for 
RACIAL reconciliation to help with healing 
(Gomez, 2018); and (b) The city govern-
ment of Evanston, Illinois, created a city 
reparations fund for local African Amer-
icans by using sales tax income on recre-
ational marijuana (Lutz, 2020). 
3. Compare with RACIAL HEALING and RACIAL 
HUMILITY.
racism
1. Definitions: (a) “Marriage of RACIST POLI-
CIES and RACIST IDEAS that produces and 
normalizes RACIAL inequities” (Kendi, 2019, 
p. 18); and (b) “specific ways in which insti-
tutional policies and practices create differ-
ent outcomes for different RACIAL groups. 
The policies may never mention specific 
RACIAL groups, but their effect is to create 
advantages for Whites [sic] and oppression 
and disadvantage for people from groups 
classified as non-White” (W.K. Kellogg 
Foundation, n.d.-a, p. 164).
2. Examples: See examples for ETHNIC RAC-
ISM, INSTITUTIONAL RACISM, PASSIVE RAC-
ISM, SPACE RACISM, and STRUCTURAL RAC-
ISM.
3. Compare with ETHNIC RACISM, INSTITU-
TIONAL RACISM, PASSIVE RACISM, SPACE 
RACISM, and STRUCTURAL RACISM.
racist (adjective)
1. Definitions: (a) “One who is supporting a 
RACIST POLICY through their actions or in-
action or expressing a RACIST IDEA” (Kendi, 
2019, p. 9); and (b) “But there is no neutral-
ity in the racism struggle. The opposite of 
‘RACIST’ is ‘antiracist’” (Kendi, 2019, p. 10).
2. Examples: See BEHAVIORAL RACIST and 
CULTURAL RACIST.
3. Compare with BEHAVIORAL RACIST and 
CULTURAL RACIST.
racist idea
1. Definitions: (a) “Any idea that suggests 
one RACIAL group is inferior or superior 
to another RACIAL group in any way. RAC-
IST IDEAS argue that the inferiorities and 
superiorities of RACIAL groups explain RA-
CIAL inequities in society” (Kendi, 2019, p. 
20). “The source of RACIST IDEAS was not 
ignorance and hate, but self-interest” (Ken-
di, 2019, p. 230); and (b) “make people of 
color think less of themselves, which make 
them more vulnerable to RACIST IDEAS and 
makes White people think more of them-
selves, which further attracts them to RAC-
IST IDEAS” (Kendi, 2019, p. 6).
2. Examples: (a) The idea that there is a hier-
archy of opportunity, of which the PRIVI-
LEGED White male sits at the top, and the 
Black female sits at the bottom; (b) the 
false belief that most welfare recipients are 
Black people when actually the majority are 
White people. The majority of Black people 
refuse to accept welfare assistance (Ken-
di, 2019); (c) false assumption that Black 
neighborhoods have a higher rate of crime 
than White neighborhoods (Kendi, 2019); 
(d) terrorist are most have roots from the 
Middle East countries; and (e) most Black 
women are angry and loud.
3. Compare with RACISM.
space antiracism
1. Definition: “Powerful collection of ANTI-
RACIST policies that lead to racial EQUITY 
between integrated and protected racial-
ized spaces, which are substantiated by 
ANTIRACIST IDEAs about racialized spaces” 
(Kendi, 2019, p. 166). 
2. Examples: (a) Classrooms for developmen-
tal-level courses and the offices of those 
who teach them are of the same quality 
as those for the undergraduate education 
classes; (b) Learning centers, tutoring cen-
ters, and educational equity grant programs 
such as TRIO are easily and quickly accessed 
by students through nearby parking lots 
and campus shuttles; (c) Office, meeting, 
and classroom spaces used by education-
al equity grant programs such as TRIO are 
similar those of undergraduate education 
programs; (d) Public bus routes to the cam-
pus offer frequent bus connections; and (e) 
Institutionally-sponsored bus routes are 
provided to ensure easy access for students 
who live in lower-economic neighborhoods 
for easy pickup and connection to the pub-
lic bus or transit system. 
3. Compare with ANTIRACISM (verb), ANTI-
RACIST (noun), ETHNIC ANTIRACISM, and 
SOCIAL JUSTICE.
space racism
1. Definition: “Powerful collection of RACIST 
POLICIES that lead to resource inequity be-
tween racialized spaces or the elimination 
of certain racialized spaces, which are sub-
stantiated by RACIST IDEAS about racialized 
spaces” (Kendi, 2019, p. 166). 
2. Examples: (a) Locating ethnic cultural cen-
ters in the basements of old buildings which 
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takes them away from the natural flow of 
students through the college campus; (b) 
locating learning centers which serve a cul-
turally-diverse group of students in build-
ings without nearby parking lots or not 
close to campus bus routes making it incon-
venient for students to access, especially 
during unsafe weather conditions; (c) locat-
ing academic support services which serve 
a diverse population of students, especially 
those from marginalized backgrounds in the 
oldest and most dilapidated campus build-
ings; (d) campus security officers more often 
stopping Black people than White people to 
check why they are on campus; (e) campus 
buildings of taxpayer-funded institutions 
that are locked and only admissible with 
the presentation of an institution-issued 
identity card, which creates an unfriendly 
atmosphere for staff and students, especial-
ly for those that are first-generation college 
and find the college experience unfamiliar 
and sometimes intimidating; (f) real estate 
agents steering prospective homeowners 
to neighborhoods of similar demographics 
(ETHNICITY and RACE) despite having credit 
ratings that allow them to purchase more 
expensive homes in predominantly White 
neighborhoods (Tatum, 2017); and (g) EQ-
UITY programs such as TRIO being assigned 
by senior college administrators to old offic-
es and classroom spaces abandoned by ac-
ademic departments with hand-me-down 
furniture, old equipment, and dilapidated 
facility conditions. This treatment creates 
an impression of the low priority for the 
program by the campus administrators and 
diminished importance for the students 
who are often from diverse and marginal-
ized backgrounds.
3. Compare with ETHNIC RACISM, INSTITU-
TIONAL RACISM, PASSIVE RACISM, RACISM, 
and STRUCTURAL RACISM. 
structural racism
1. Definition: STRUCTURAL RACISM is within 
systems and organizations. The RACISM is 
embedded into and throughout the every-
day policies, rules, and regulations that are 
not neutral, but rather afford advantages to 
one or more RACES over others. 
2. Examples: (a) It is not unusual within an ur-
ban high-school for textbooks to be used 
and out-of-date while suburban students 
have newer books and learning resources 
due to their higher per capital funding for 
the students; and (b) Immigration policies 
favor northern Europe and exclude or se-
riously reduce applicants from Africa and 
the Middle East (Kendi, 2019); “When Con-
gress ended the national-origins quotas in 
the 1960s, lawmakers implemented a policy 
of seemingly “equal” country caps in order 
to limit legal immigration from Mexico and 
countries in Asia (Cook-Martin & Fitzgerald, 
2014, para. 5). 
3. Compare with ETHNIC RACISM, INSTITU-
TIONAL RACISM, PASSIVE RACISM, and 
SPACE RACISM.
social justice
1. Definitions: (a) The condition in which all 
people have equal access to education, em-
ployment, wealth, healthcare, well-being, 
justice, freedom, and opportunity; (b) a vi-
sion of society in which the distribution of 
resources is equitable and all members are 
physically and psychologically safe and se-
cure (Adams et al., 2007); and (c) “individu-
als are both self-determining (able to devel-
op their full capacities) and interdependent 
(capable of interacting democratically with 
others). SOCIAL JUSTICE involves social ac-
tors who have a sense of their own agency 
as well as a sense of social responsibility to-
ward and with others, their society, and the 
broader world in which we live. These con-
ditions we wish not only for own society but 
also for every society in our interdependent 
global community. The process of attaining 
the goal of SOCIAL JUSTICE should also be 
democratic and participatory, inclusive and 
affirming of human agency and human capa-
bilities for working collaboratively to create 
change. The goal of SOCIAL JUSTICE educa-
tion is to enable people to develop the criti-
cal analytical tools necessary to understand 
oppression and their socialization within op-
pressive systems and to develop a sense of 
agency and capacity to interrupt and change 
oppressive patterns and behaviors in them-
selves and in the institutions and communi-
ties they are a part” (Bell, 2007, pp. 1–2).
2. Examples: (a) All people have equal access 
(EQUALITY) to education, employment, 
wealth, healthcare, well-being, justice, free-
dom, and opportunity; all people receive 
EQUITABLE outcomes from their education 
and employment regarding wealth, health, 
well-being, justice, freedom, and opportuni-
ty; and (c) access to distribution of resourc-
es, namely the COVID vaccine, is equally dis-
tributed to ethnic minorities and the poor.
3. Compare with ANTIRACISM, ANTIRACIST, 
ANTIRACIST DISCRIMINATION, EQUALITY, 
EQUITY, and INCLUSION.
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stereotype threat
1. Definition: Risk of a person confirming un-
warranted negative academic capability 
stereotypes based on an individual’s RA-
CIAL, ETHNIC, gender, or cultural group. 
This creates fear about academic failure, 
which results in difficulty focusing on ac-
ademic tasks and lowering academic per-
formance rather than predictions based on 
the person’s academic preparation (Steele 
& Aronson, 1998).
2. Examples: (a) An academic advisor says 
that some students from Asian and White 
student groups will be naturally more suc-
cessful in STEM academic majors than 
other RACIAL groups and therefore they 
should consider other academic majors 
and (b) a test administrator says to a group 
of ethnically diverse students that a high-
stakes assessment will likely be a critical 
gatekeeper of whether a student is admit-
ted to a highly selective STEM program.
3. Compare with CULTURE and IMPOSTOR 
SYNDROME.
tone policing
1. Definition: “When someone (the PRIVI-
LEGED person) in a conversation or situ-
ation about oppression shifts the focus 
of the conversation from the oppression 
being discussed to the way it has been 
discussed. TONE POLICING prioritizes the 
comfort of the PRIVILEGED person in the 
situation over the oppression of the dis-
advantaged person” (Oluo, 2019, pp. 205–
206).
2. Examples: (a) A White teacher or tutor tell-
ing POC to lower the volume of their con-
versation; (b) one person stating the oth-
er is acting too emotional while they are 
talking; (c) During a conversation about 
the history of racism perpetuated on Black 
and Indigenous populations, Jeremy (a 
White student), admonishes William (a 
Black student), for his emphatic manner of 
speaking in which he raises his voice when 
speaking about the topic, rather than the 
topic itself; (d) belief that an angry Black 
woman should refrain from conversations 
that may make her appear angry in a meet-
ing; and (e) White resident assistants re-
peatedly telling the TRIO Upward Bound 
students they are too loud in the residence 
hall at night during their summer program 
while not doing the same for the White 
summer school residents in the same fa-
cility.
3. Compare with PRIVILEGE and RACISM. 
Author Note
 We owe much to the expertise of the authors, 
editors, and external review teams that created other 
race glossaries. We cited their work frequently in our 
glossary. Secondly, we acknowledge the Colleagues 
of Color for Social Justice (CCSJ). The coauthors of this 
glossary are members of that group. The CCSJ was cre-
ated in fall 2020 to provide a forum for people of color 
in higher education to produce publications and media 
projects that intersect with race and social justice. This 
group will grow organically as we conduct our work. 
From a brief invitation in fall 2020 through a single email 
listserv, the group has grown to more than 50 partici-
pants. They serve in a variety of roles in academic affairs, 
enrollment management, and student affairs at various 
levels of their institutions. After starting with an initial 
set of writing and media projects, any member of CCSJ 
can propose new writing and media projects for others 
in the group to join. Periodically, the group will revisit 
the group name, purpose, composition, and projects. 
More information about CCSJ members and their pub-
lications and media are available at www.socialjustice.
work. Currently, members are at various stages with a 
dozen publications and are contributing to our blog and 
Twitter channel. In the future, they will add a YouTube 
channel and Facebook page. 
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